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I CHAP.rER I 
INTRODUCTION 
The past few years have produced a rather exceptional interest in 
the minority person and his problems. Since there are many conceptions of 
what constitutes a minority person, it is necessary to point out that a 
minority group varies from time to time in any given culture, and that 
there are frequent changes in minority-majority status within particular 
cultures. The essential difference between the minority and the majority 
group may best be understood in terms of the degree of social participation 
I 
I II enjoyed by each. Lack of ability to participate in the various phases of \ 
il 
" 
1: 
II 
!I 
society has many disadvantages to the restricted group or person. The 
minority individual, walled up by the effects of discrimination, can easily 
turn personal frustration into socially unacceptable behavior. 
This fact may, in part, explain the unusual concentration upon this 
problem in recent years. The American Counoml on Race Relations listed a 
total of 1134 national, regional, state, international and territorial 
1 
agencies engaging in intergroup relations in 1948-1949. Relatively few of 
' the agencies listed have an extensive historical past, and in the ma.in, 
they are recent in origin. 
Significant, also, has been the recent and growing interest in the 
subject on the part of social workers. Actually, this interest has been 
very late in coming, but now its ramifications are leading to the aware-
ness of many social workers of the new avenues of thought stimulated by 
1 Directory of Agencies in Intergroup Relations, ~rican Council on 
Race Relations, l948::Y949 6 p.u.-
the intercultural factor in social work practice and philosophy. Recent 
2 
professional literature is gradually reflecting this trend. This new 
interest would seem to be a heal thy one as the problems of all peoples are 
involved in any broad concept of social work. 
This thesis is presented with the hope that new insight may be 
brought to light regarding this interest. 
Purpose and General Questions 
The purpose of this study is to analyze a conmunity organization 
project carried out by the Industrial Relations Department of the Urban 
League of Greater Boston, Inc., over a five year;. period. The project's aim 
was that of obtaining higher job classifications for Negro workers in the 
Greater Boston community in the retail sales field. Although the project is 
not complete, the five year period may be considered adequate time in which 
to test certain factors of validity of the operation. 
The follmving questions appear as being of special interest to the 
study: 
1. How, with whom, at what points, and in what situations were 
community organization: methods employed in this project? 
2. To what extent did the application of such methods contribute 
to a solution of a community problem? 
3. How, and in what manner, does the project indicate the possible 
use of social work skills in a community situation not directly 
2 For examples of this interest, see: 
John Caswell Smith, Jr., "Understanding the Negro Client" 1 The Family. 
May, 1946; Luna Barrdo:in Brown, "Race as a Factor in EstablTSE':tng a Caae-
vrork Relationship"• Social Casework, pp.9l-97, March, 1950; and, New 
Emphasis on Cultural Factors, Journal of Social Casmrork, Reprints, 1946-8. 
within the field of forml social work practice? 
Scope and Method of Procedure 
In the development of the study, the existence of a community org-
anization problem, attempts to solve .the problem by means of social work 
methods, and the results of the process will be described. 
The main source of data of the study consists of an original survey 
made in 1944 and a re-survey made in 1950, both havi.'rl.g been completed by 
the author . These consisted of a study of the racial employment pa·bterns of 
ten re"l:;ail stores in davmtovm Boston's shopping district. The ten stores 
were chosen for their representativeness. For the purpose of checking the 
survey against other shopping centers in the metropolitan area, ten other 
stores were surveyed but not included in the data. 
Additional data was obtained from the agency's records and from the 
working experience of the author in ·bhis same agency. Useful material for 
the study was obtained from employers, community leaders and trade union 
representatives. 
In the development of the study, step by step procedures will be 
outlined. 
Definitions 
Certain senantic difficulties occur in a thesis of this type. The 
field of race relations carries with it all of the problems of reaching 
clear meanings which are characteristic of the field of social work. In 
addition, we find new feelings and theories entering the race relations 
picture. However, for the purposes of this study the following definitions 
are submit·ted: 
The word minority or minority group will be used to designate the 
3 
Negro as a group significantly limited in our culture. 
The word majority designates any group which is not so ltmited. 
The word Negro or colored person is used interchangeably to denote 
any persons commonly thought of as being Negroes • Anthropological cons id-
erations will be neglected in favor of descignations commonly ascribed to 
denote the Negro in 1£merican culture. 
The word integration will be used in a specif ic sense to denote a 
process 1 in any stage of its development, by which the ltmitat ions of the 
minority person or group become lessened. It is also the process by which 
the range of opportunity of the minority person or group becomes enlarged, 
enhanced and de.wloped in such a way that it may be observed as a change 
from minority status. 
The term retail store industry is used to denote what is commonly 
called ·l:;he department store industry, a nd includes both department stores 
and specialty shops. 
Limitations 
The social scene with regard -bo the problem of minority needs is a 
rapidly changing development. Modern progress is effecting changes in the 
historic !:'~ sta tus of the Negro . The extent to which such progess is last-
ing, hO\vever, iS not always evident. Such changes give rise to considerablE 
subjectivity in the thinking of people about the subject. 
The factor of subjectivi~y, therefore, was evident at several points 
Employers, minority group members , community good will grou.r:s, and leaders 
of the various groups involved enter·t;ained various deeply rooted opiniom 
and attitudes which conditioned their approach to the situation. 
4 
Despite the discipline of social work skills , it is often dif'ficult 
to control or ac curat ely describe the interaction of such e lements of sub-
jectivity in a. communit y organization project . For this reason the study 
not intended to be definitive . 
5 
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CHAPI'ER II 
THE URB.AN LEAGUE: rrs HIST ORY AND PHILOSOPHY 
History 
'l'he Urba n League is one of the oldest race relations agencies in 
the United States. Out of several organizations which constituted the 
"Committee on Urban Conditions Amon r::; Negroeslt ln 1910, came the 11 Na.tional 
Urban League on Urban Conditions P.mong Negroes. 11 
The post- reconstruction period became an era of great change in 
the status of the American Negro. The increased mechanization of south-
ern industry, the lowered economic status of the southern economy, and 
the difficulties involved in the struggle for jobs, made the life of the 
southern Negro a prec arious one. In the early part of' the 2oth century 
migration began. 
From the southern areas, thousands of Ne groes began moving to the 
large urban centers of the North, East and ~Vest, slowly at f irst, and 
later on at an exceptional rate at the time of Worl~ War 1. In des-
crib:ing some of the factors :in this process by wh ich Negroes became a 
mobile people in order to better their economic and social conditions, 
and were enabled to move by means of the overtures of northern and 
western industry, Robert C. Veaver writes: 
Once begun, the movement northw·ard cant i nued at ali. increased rate 
until, in 1930, 20 per cent of the total Negro populat ion of the 
===~~==~=== -=--------------------- -
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Nation was living North of the Mason-Dixon line • . Since 1930, the 
migration of Negroes has continued. It has, as was true Q.uring the 
decade 1920-1930, not only involved movement from the South to the 
North and West, but from the deep South to the upper South and from 
the rural to the urbe.n South. The net result of these movemmts 
has been a rapid urbanization of Negroes- most pronounced in the 
North arrl quite apparent in the South. 1 
The Urban League undertook the responsibility of assisting in the 
process of integration of this minority into the life of the larger com-
munity. Its task became one of helping Negroes to adjust to their new 
environment by acquainting them with the resources of the urban centers, 
and of helping the total comrm..mity to know and understand some of the 
problems of the new neighbors, for whom few facilities were available. 
The Urban League, from this origin, grmv to reach its present 
strength of about sixty local agencies throughout the United States, with 
a national office in New York City. Living in cities covered by Urban 
League affiliates are 3,000,000 Negroes, representing 45 per cent of the 
2 
total Negro population of America. 
The program of the Urban League has been adapted to the pressing 
need of the Negro group at any one period. As a result of changes taking 
place in the process of integration, new areas of interest have received 
the concentra·tion of League personnel. Preston Vallen illustrates this 
well as he writes: 
Increasingly, as existing social work agencies include Negroes in 
their general programs, the League has been relieved to a great 
extent of necessity for carrying specific social work progra~, 
and has tended to emphasize special projects in industrial and 
1 Robert C. Weaver, "Economic Factors in Negro Migration- Past 
and Future11 , Social Forces, Vol. 18, No. 1, 1939, P• 90. 
2 Preston Vallen, "Racial Progre.ms in Social Work11 , Social Yvork 
Yearbook, 1949, P• 416. 
/, 
I 
I 
I 
'I 3 community relations. 
I The Urban League of Greater Boston, Ino., came into being in the 
year 1919. Problems of that time were viewed by the League as be :ing: 
1. Disproportionate work opportunities. 
2. Lack of vacation facilities for underprivileged children. 
3. Wretched housing. 
4 . .A devastating tuberculosis rate. 
5. Inadequate nursery school accommodations for the children of 
working mothers. 
6. No Negro social workers with a city-wide organization. 
7. Complete e:x::clus ion of Negro workers from the Public Utilities. 
8. ~o work opportunities in chain stores largely patronized by 
Negroes. 
9. Inadequate boys' program in the district. 
10. Exclusion from labor unions. 4 
It may be noted that of the ten items listed, five have to do with 
the factor of employment. Traditionally viewed as the pr:imary problem 
of the Negro in the United States, economic limitations were also present 
in the Boston area. Mr . Matthew w. BullockJ first Exeout iw Secretary 
of the League, wrote in 1920: 
Though Negroes have been living in and around Boston since 1638 1 
there is probably no large city in the country where they find 
it so difficult to secure employment that will pay a living wage . 5 
The Urban League in Boston has gr~•n to an agency of three pro-
I 
II 
II 
,, 
'I 
II 
I 
!I 
I 
II 
fessional and two clerical workers, and occasionally helps in the training 1l 
r 
,I 
II 
of social work students. Its board and staff are inter-racial. The pro-
fessional workers have the following roles: administration (Executive 
Secretary), health and welfare (Community Relations Secretary), and 
industrial relations (Industrial Relations Secretary). The present 
estimated population of the Negro group in Boston is set at 27 JOOOJ 
3 Ibid.~ P• 416. 
4 Boston Urban League 1 Inc., (former narre) Twentieth Anniversa;y 
Report, 1939, P• 2. 
8 
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one of the smallest percentages of Negroes to the general popula.tion 
of a.ny metropolitan center in the nation. In spite of this fact 1 the 
local League 1 concentrating upon the problems of the health, education1 
recreation, industrial, and general welfare needs of the Negro in 
relation to the whole community, has .. a large task to perform in the 
social work field . 
Philosophy 
Certain factors in the current scene make an explanation of the 
philosophy of the Urban League as essential as is the clear definition 
of terms. The sharpening of issues of conflict between the Vfestern 
democracies and communism has definitely involved the Urban League. 
/ The issue of different races and religious groups striving for lmltual 
I har.mony in a geographically telescoped world has led to a far-flung II 
I search for practical solutions to conflict situations. Race and cul-
tural minorities, especially, have become a barometer by which the 
sincere intentions of nations and political systems are tested. 
The social work process ia a process of change. In adjusting 
the person to his enviromnent by means of the "helpn of the social case 
work skills, the worker is actually producing a change, and if the out-
come is satisfying to the client;, that change is observable in some 
manner. The same is true of group work. 
In the process of connnunity organization in the field of inter-
cultural relations, the change in status is often the basis for con-
siderable hostility. It is logically impossible to remove the limita-
tiona of a group without stirring; up feelings of resistance to the 
changes of status and their effects. Submerged, and sometimes 
' 10 ·~----=-·~==~=============~~=====! 
unconscious feelings of hostility can smoulder for a long period only 
to break out into the open when new and changed roles are presented. 
The Urban League~ unavoidably, nrust deal with heated emotions, set ways, 
and hostility to change; and contrariwise~ it must also deal with those 
groups intent upon rapid change without sound regard for the means em-
played to reach improved ends. 
Basic to Urban League philosophy is the democratic ideal. Under-
lying the development of the Urban League is the viewpoint that the 
limitations of the colored minority can be suocessfully removed within 
the fra.mework of a democratic society. Thus it is that inconsistencies 
are looked upon, not as insurmountable conditions of our way of life, 
but as barriers to the fuller conception of democracy which can be re-
moved by democratic processes. This belief in the democratic impetus 
of social work is well stated by Louis Wirth, who writes: 
The function of social work has always been the enhancement and 
equalization of opportunity and the integration of all people 
into a coll'l.rnon society and a oomrD..on humanity. 6 
The Urban League is interested in the total community and is 
convinced that its objectives for the American Negro are in complete 
and consistent agreement with the goals of democratic social work. 
The belief of the Urban League movement is that there is a strong 
relationship between ends and means. Thus, the tools of social work 
I 
il 
t! 
II 
'I L 
II 
take on a special meaning to this agen~y, for they become not only methods \ 
to be used to solve specific problems, but also indices of the future 
and what it holds for people. 
6 Louis Wirth, "Social Goals for lin.erica" 1 The Social Welfare 
Forum, National Conference of Social Work, 1950, p.-r9. 
I 
II 
!\ 
I 
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Urban League operation in Atlanta, Georgia, in San Francisco, 
California, or in Boston, I~ssachusetts, differs in approach. Local 
conditions create the need for varying types of approach, attuned to 
these factors of difference. At the same time, basic elements are con-
stant and the philosophy is constant. Certain fundamental methods are 
repeatedly used in certain aspects of the work. Among these are re-
search, evaluation, planning, and interpretation. 
f'o bring out the method of operation of the Urban League in dii'-
faring locales, we might take an actual example from the Urban League 
files. A few years ago, the Urban League in -Atlanta found that it could 
not use the term "Industrial Relations Secretary" to designate a pro-
fessional worker carrying this responsibility in this southern community. 
The term "Vocational Guidance Secretary" had to be sulbstituted in order 
to carry out the same work. There was considerable feeling on the part 
of white Georgians against the idea of Negroes participating in indus-
trial relations, whereas the idea of vocational guidance implied that 
the program was cne of helpi!g Negroes to obtain training and skills. 
The fact that the community refused to accept the existence of trained 
and skilled Negroes necessitated this change in name, but not a change 
in f'I.Ul.ction on the part of this League. Many similar examples could be 
fotmd in the experience of the Urban League, especially where the 
strong segregational patterns of the South have indicated such minor 
compromises. 
Gunnar Myrdal illustrates both the scope and the limitations of 
the Urban Lea~ue's operations as he writes: 
The activity of the local Urban Leagues is as wide in scope as 
1) 11 
modern social work when applied to the variegated needs of the 
poverty-stricken Negro communities. The outs ide observer cannot 
help but be impressed, not only by the urge to keep abreast of the 
latest developments in the broader social work field, but also with 
the attempts to find new solutions for the specialized problems of 
the Negro ghetto. It is apparent, however, that, particularly in 
the South, the Leagues work under tremendous handicaps on account 
of indifference and even hostility from most white people and half-
heartedness on the part of even white sponsors and friends. It is 
also apparent that, all over the country, the efficiency of the work 
is kept down by inadequate financial resources. 7 
Thus it is that, in spite of the Urban League's interracial cha-
racter~ from its earliest start there have existed serious limitations 
to the fullest conception of its role and importance, even 8Jllong som of 
its friends. We could amplify Mr. Myrdal's statements to include the 
fact that even in the North the same handicaps of which he writes occupy 
a strong position in restricting the League's force. 
7 Gunnar Myrdal, An American Dilemma., Vol. II, 1944, P• 838. 
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CHAPTER III 
THE INDUSTRIAL RELATIONS DEPARTMENT OF THE UREAl~ LF..AGUE OF GREATER BOSTON 
The employment problem of the Negro is tmdoubtedly of primary 
II 
j1 importance to the total problem of his status in our culture. It is for 
this reason that the strongest emphasis of the Le~gue has traditionally 
been placed upon the matter of jobs for Negroes. Myrdal refers to this 
point when he states: 
None of the local Leagues can afford to become active in all these 
fields, but a primary task of all Leagues is to find jobs, more jobs_, 
and better jobs for Negroes. They all function as employment agen-
cies. The attempt is to run these agencies in an active way, open-
ing up n~; jobs and preventing loss of jobs already held by Negroes. 
They have to get into contact with employers and trade union officers 
and try to "sell n Negro labor-- impressing upon the employers that 
Negro labor is efficient and satisfactory, and upon the unionists 
that the Negro is a good and faithful fellow worker. A careful 
check-up has to be made on references, and a re putation must be 
gained and defended for the type of labor offered. The possibili-
ties of vocational training have to be kept open to Negro youth, 
and the youths the~elves have to be encouraged to be ambitious. 
The civil service boards have to be watched so that they do not 
discriminate against Negroes, and Negroes must be encouraged to 
take civil service examinations. l 
This is a fairly accurate description of Urban League operations 
in the industrial field. Since 1944, the date of Myrdal's publication, 
certain factors have entered the picture which have somewhat changed 
the viewpoint he presents in at least a superficial, and perhaps a 
permanent way. Simply stated, it is far easier, at this stage of writ-
ing, to "sell 11 Negro labor. Employers have had experience with Negro 
labor. Trade union officers hft~ seen the Negro worker participate 
in the trade union movement. Recent trends have changed an "experimant11 
1 lbid. P• 839. 
II 13 
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into an experience. In addition to the mounting mass of experience with 
Negro labor, there is a · tendency for recent surveys of the social service 
1 facilities of American communities to reduce duplications and look for 
economies LTl the social welfare field. The Urban League, in the midst of 
these trends, seeks to transfer as many responsibilities to proper agencies 
as soon, and as speedily, as the agencies in question are ready to under-
take obligations which clearly belong to them. Practically speaking, this 
means that the League may be engaged in a specific project with various 
goals. Involved in the process is the :iinplication that there will be a 
transfer of responsibility to the pr oper a gency, and that the only reason 
for Urba n League ope r ation is the lack of acceptance of this obligation. 
If the process demonstrates the obligation, regardless of the other goals, 
the success is thereby established. 
The industrial relations aspect of Urban League operations has 
assumed a strong position in the eyes of the community. The Urban League 
has be en thought of as the place to g o "to get jobs 11 on the part of the 
minority person. In workin g wit h employers, l abor union representatives, 
and othe r agency representatives, however, the Urban League has been more 
interested in the emplo~nent patterns of the community than it has been 
in s e rvicing ind<ividual Negroes in their search f or jobs. The t h inking 
behind this point is that if the barr iers to employment, as r egards dis-
crimination, are removed_, the Urban League has made a useful contribution 
of far more s ignif icanoe than it would in operating an 11employmenb agency 
for Hegroes 11 • By setting the stage for the job-placing of individual 
Negroes, the Urban League continues the discriminatory pattern of segre-
gated f acilities. But by opening up new avenues of employment for 
~--li 
I 
I 
II 
II 
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qualified Negroes 1 and by assisting in the training of Negroes for ape-
cific skills, the Urban League is making a higher contribution. 
With this exception, the statements of Myrdal are fair~y accurate 
as to Urban League operations in the industrial sphere. The task, to a 
large extent 1 remains one of "selling" Negro labor 1 but there are various 
ways of selling a product. The Urban League product, until World .rar II , 
was sold in terms of what ought to be done; naN it can be sold in terms 
of what has been done, in terms of the use of Negro JPB.n-power on its own 
merits 1 not because of altruistic mot ivations on the part of benevolent 
employers or progressive trade union leaders. 
The objectives of the Urban League's industrial program are: 
1. To open up discriminatory barriers to the employment of Negro 
workers 1 by pointing out the short-sighted view of management in setting 
I 
I 
I up barriers which are adversely affecting their businesses in the im-
portant area of los ses in skill. I 
'I 
2. To shovt labor unions t hat a policy of exolus ion of minority II 
workets constitutes a body of potential anti-labor workers of exceptional II 
detrimen-t to their goals 1 as opposed to the unity of wolrking people. 
3. To shawl fellovt- workers of the potential Negro worker that the 
colored worker is an ally, not a foe~ of decent workin g conditions 1 and 
that the employer who uses race as a tool for maintaining status quo 
relationships does it for reasons which are not in the interests of any 
worker. 
4. To raise the level of evaluation of the average person toward 
the Negro worker to that extent where the Negro worker is looked upon as 
a worker 1 not as a Negro worker~ or in other words 1 to reduce the 
II 
I 
importance of inconsequential material in the average man's conception 
of the worker. 
5. To coordinate the feelings of the minority connnunity in auoh 
a way that race may not be used as e.n excuse for lack of skills; that 
discrimination may not be used as the basis for the defeat of the indi-
vidual personality, and that jobs may be attained by skill and ability. 
6. To provide the Negro community, and agency clients, with in-
formation as to trends in the employment picture; and to assist them in 
!I 
il 
1\ 16 
I 
find~ resources with which to become adequately trained for new openings. ~ 
7. To interpre·t; facts in the industflial scene in an accurate 
manner, so that changes 1my become recognized and dealt with by indivi-
duals and groups in the community. 
Throughout the years the Urban League has used the above objectives 
in a number of different situations. Simple as they are, their applica-
tion to the industrial scene in specific oases has taken considerable 
time before practical results were observable. In the project about which 
the thesis is written the extent of time spent may accurately listed at 
31 years, the duration of Urban League existence in the Boston comrr~nity. 
In other less stubborn cases the results were more rapid in coming. The 
proper synchronization of events with program~ however, frequently leads 
to happy consequences, and in the period of the last 5 years this par-
ticular project moved rapidly. 
CH.API'ER IV 
Aii!ALYS IS OF TEE DATA 
Definite conditions in the year 1944 made possible the project 
which had attracted the attention of the Urban League for many years. 
Interes·ting developments had already taken place in the economic life 
of the whole community, including the Negro group. War manpower deimnds 
had become exceptionally acute~ and Negroes had already demonstrated 
their usefulness as a labor source. l~s a matter of fact, company after 
cmnpany for the first time broke dovrn racially restricted hiring poli-
ciea, some, perhaps, under the impetus of' the "cost-plus" basis of pro-
duction, through which every worker employed became an asset to the com-
pany in ter.ms of profits. There were other forces which operated in 
favor of the Negro group. Under his wartime executive powers, President 
Roosevelt had issued Executive Order 8802, which outlawed discr~nination 
in employment in vrar :industries. This opened the way for countless 
minority persons to take their places beside majority workers on the 
production lines of the nation's industry. In addition, organized 
labor, especially the Congress of Industrial Organizations, went all 
out in opposing racial discrimination in employment. 
'Ihis combination of acute ~pov1er needs and improved relation-
ships on the part of organized labor led to many gains for the colored 
minority. Here, for the first time, was the possibility of the actual 
demonstration of abilities, and the Negro worker performed well. 
Defining a Problem Area 
A cursory examination of the Negro press is enough to give the 
majority person a conception of sources of irritation to the Negro 
I 
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community. 'rhe retail sales field has, for a long period, been a source 
of such irritation. In cities where Negroes constitute a large group in 
a specific area, the bat t le for jobs has become an aggressive fight on 
the part of militantly minded leaders of the Negro group. In St. Louis, 
in New York, and in various other Americ an cities, Negroes have used their 
buying pCWi"er as a tool to fight economic discrimination. It has been an 
effective tool, as Negroes applied the formula, in racially segregated 
sections, "Don't buywhere you can't work." In sections where the buying 
povrer was sufficient, white store owners have been forced to hire Negro 
help. The fact that Negroes constituted the bulk of 
that there w·ere few who could withstand the pressure 
their patronage meant J: 
of hostile public 
1
1 
opinion and still maintain sound business status. 
In Boston, in 1944, this force of hostility was a real indication 
of the inconsistencies of our dr:Jmocratic society. It was discussed in the I 
press, verbalized in informal groups, and referred to in organized groups. :1 
The issue of the war, which called upon the support of every group in I 
I 
I 
ter.;~S of d emocratic objectives, seemed sharpened by a glowing inconsis-
tenoy on the home front. It was only logical that Negroes, with money 
to spend as a result of new income s from war work, should be struck by 
the glaring fact that wherever they traded they could notice the absence 
of colored employees. Further, it seemed quite unnatural to ask war 
service, and welcome war work from Negroes, and, at the same time, to 
relegate them to menial tasks in other areas. 
In this period, the Urban League built up a considerable amount of I 
information regarding the host!Ue feeling on the part of Negroes. Follovr- I 
ing its own fact- finding in this area, the Urban League felt that some-
I 
II 
l 
thing could be done about this tension situation, and that the time was 
ripe for action of a sort which had not been possible over the many years 
of its interest in the problem. Certain assets, in terms of the .factors 
above, appeared to make the time more conducive to change than ever 
before. The procedure became one of admitting that the time seemed ripe 
for action by Negro groups, and for encouraging white groups to act also. 
But toward both groups, the Urban League pursued a policy of maL~taining 
objectivity so far &s possible, and of constantly redefining the need for 
research and planning as primary steps to any action. 
It must be pointed outthat, in addition to the information coming 
to the agency from various groups in the Negro co:rrnnunity. the League had 
another source of ini'ormation in the clients coming to the agency. The 
local League, for the past few years, has seen about one thousand direct 
clients, by appointment, each year. They are mainly Negro, they think 
of the Urban League as "their 11 agency, and most of them think of the 
lj 
League as a place to "get jobs". Frequently, after talking 11vith a worker, I 
the problem is seen by the client as being some other, and not an employ-
ment problem. Sometimes it is a problem of civil rights, and the case is 
referred to the National Association for the Advancement of Colored 
People for action by their legal staff. There a re a lso many other re-
ferrals to private and public social agencies, as well as referr als to 
possible resources for employment. 
This group, as a result of individual interviews, reflected many 
of the problems of the year 1944, and the greatest single one, from the 
employment point of view, was that of "under-employment", or -l:;he loss 
of educational and training skills by working at jobs beneath the level 
II 
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of skill of the individual. Under-employment~ of course~ became a 
matter of great interest to the Urban League and as a result, catalogues 
of skill were accumulated. F'or example~ in the year 1944, the Urban 
League knew of at least six well qualified Negroes whose skill and train-
ing as physicians made them proper persons for manning the staff posi-
tions of local hospitals. A much larger number of variously trained 
personnel were known by the Urban League to be unable to take their 
paaoes in accordance with their skills because of current discriminatory 
practices. These persons included people of skills varying from service 
occupations to the highest professional job classifications listed in the 
Department of Labor's "Dictionary of Occupational Titles". The leveling 
force was seen to be the factor of discrhnination which placed the Negro, 
skilled or unskilled, in a l~r position in the job market. 
It was noted by the Urban League from its contacts wi t.lt employers 
that industry's manp~rer needs were very acute during this period. None-
the less, Negroes were not being hired. not, that is, in any of the more 
desirable positions. A.t the same time, defeatism, in the thinking of the 
minority person, was seen as constituting as much of a threat as 11vas the 
discriminatory situation itself. The Urban League recognized the problem, 
s ·bood ready to help those willing to do something about it, and offered 
cooperation to both white and colored groups toward this end. 
The Urban League both was approached by and approached other 
agencies and individuals in terms of this specific problem. Meanwhile, 
it went about the process of corelating facts, case histories, wage rates 
! [ and similar material which would become assets to a proper understanding 
·1 of the situation. In the process the field was narr<1.ved down, closely 
II I __ 
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defined6 and evaluated in terms of the facts. With every group vrith which 
the Urban League worked~ community groups~ white and colored~ employers, 
and individual colored job seekers~ the attempt was made to assist in de-
rining the problem area. 
To bring this out we may take a case in point. The wage rates for 
an elevator operator inthe retail sales stores in 1944 were considerably 
above those of the salesgirl in the same store, in spite of commissions. 
T~e Urban League 6 upon learning 
1 
these facts~ relayed them to the interested 
groups for consideration. The quesJ"ion posed was one stated as: n·would 
Negroes rather work for less money,Ln work of their own choosing or vrork 
of higher classirication, than to swell their economic incomes by jobs 
of lesser skill which paid more?" The answer, without exception, helped 
to define the problem, and it was stated in the affirmative, that the 
Negro worker would rather work for less 1 for the opportunit--y of having a 
more "respectable" job, and. also, a job which might well lead to other 
possibil i ties for upgrading. In other words, in 1944, the Negro opinion, 
to the extent that any group has unif'ied opinion, was in favor of nevt 
inroads in American industry, even if it meant that a loss in real incow~ 
was inv·ol ved. 
Identification of the Groups Involved 
In the year 1944 several groups came to the fore as being parti-
cularly responsive to the problem of integration of Negroes in the retail 
store industry. As opposed to the various foci of generalized col11Il1.unity 
groups and individuals, they presented a definite aim and objective; 
1 See P• 25 below. 
I 
I 
I 
I 
I 
I 
I 
I 
·I 
J: 
II 
II 
II 
I I, 
II 
I! 
r/ 
22 
-- -- ------- --~=====1"'=-==-
namely. the desire to do something tangible about the problem. The 
characteristics of these groups were these: they had organized structure; 
their purposes were to promote better inter-cultural relationships; they 
were private, unofficial agencies; . and their leadership consisted of 
fairly well-oriented personnel. It so happens that much of the leader-
ship of the organized groups was white. T¥ro of the larger groups were 
secular in nature, the other one wvas religious. As regards the !mow-
ledge of the problem, these groups were not naive, but were aware of the 
feelings of hostility on the part of the Negro community and the existence 
of discriminatory practices on the part of the industry in question. 
Interestingly enough, the lines of communication converged almost 
s~1ltaneously in time, and a conference was called by these groups and 
the Urban League in the early part of 1944. The Cambridge Community 
Relations Committee and the Boston Community Relations Committee provided 
early impetus to calling a meeting for the purpose of analyzing the 
situation. The Urban League was called in for the purposes of acting as 
a resource agency and a professional aide in developing procedure. Later 
on, one large branch of a church organization was added to the groups. 
The above groups were, hovrever, handicapped by the ls.ck of profes-
sional personnel who could devote time to the project, and they therefore 
looked to the Urban League for this type of service, in addition to its 
consultation function. 
The Urban League saw in these groups a type of status vrhich was 
almost quasi- professional in nature . This was evident in their accept-
I 
anoe of the need for fact-finding, their recognition of their inadequa-
!I cies in terms of lack of professional staff, and their desire to work 
~~~-~ 
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cooperatively and understandingly with the Urban League. 
Out of the initial conference with these groups caroo these views • 
.A.. The problem.s of the Negro population in the Boston area were 
acutely pointed up by limitations in the emplo~nent of Negro personnel 
in the retail store industry. 
B. This industry seemed one offering chances of success for in-
tegration, owing to the current attitudes of the oonununity, and the exist-
ence of "fair" employers with possibilities of enlisting their support. 
c. Research, h~fever, must precede any action, and before activity 
was initiated, there must be available personnel to carry the project 
through. 
D. 'rhe Urban League was recognized as possessing the skills nee-
essary to set up and carry through the leadership of the project, and 
through its kn~rledge of the field, to make a minimum of errors in its 
execution. 
E. The Urban League, through its industrial department 1 was 
recognized as being aware of the human potentials for new jobs and was 
thought of as the organization which would study the labor potentials 
of the Negro group and make selection of workers for whatever new job 
openings were created. 
F. The groups involved conceived of their role as being one of 
utilizing their cross- section nature as an asset of comnunity good will. 
In terms of prestige and social standing, their group members had much 
to contribute, sometimes by the Ill6l'e use of their names as being citizens 
interested in a certain project. 
I 
------- -1---==-·--
I 
24 
----~==c-===-~ 
TABLE I 
IDENTIFIC.A:riON OF THE GBOUPS INVOLVJ!iD: RETAIL SALES PROJEOf, 1944 
GBOUP 
The Negro 
Community 
ot Boston 
Greater Boston 
Community 
Relations 
Committee 
cambridge 
Community 
Relations 
Committee 
Several 
Local 
Protestant 
Church 
Ccmmitteea 
Betail Sal ea 
IDdustry 
in the 
Boston 
COIIIIIlWlity 
Organized 
Labor 
in 
Boston 
Urban 
League 
ot 
Greater 
Boston, 
Inc. 
Fuller economic 
participation 
Educational 
1mprovanent in 
interoultural 
relations 
Same as 
above, 
in 
Cambridge 
lieligious 
impetus 
to•rd 
bettering 
race relations 
Business, and 
economic 
profits 
trade 
unionism 
Social Work 
Ft1NOTIOB 
Belays incidents 
ot disc~inatory 
experience 
Bon-professional 
comnunity organ-
ization, through 
projects 
Same 
as 
above 
Developing 
projects 1n 
field of 
race 
relations 
In this oaae, 
identified as 
the scene of 
operations ot 
the project 
Organises groups 
of 1r0rkers 1'or 
mutual interest 
in bebter working 
conditions 
·- Leadership in 
IGDmunity 
organization 
BEI.lr IOBSHIP 
Works with g .roup a 
tor solutions to 
non-integration. 
Provides leadership 
and motivation on 
the basis of facts 
from above group 
Same 
as 
above 
Same 
as 
above 
Identit ied as the 
group to be "sold• 
in terms ot better 
business, and a 
better community 
Bon-discriminatory 
labor relations 
policy assures co- . 
operation in inter- ! 
racial labor projec 
Stimulating interea 
providing professio&-
al assistance to I 
above groups 
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Analysis of the Role of the Urban League in Initial Planning 
The accepting of the Urban League for leadership in this project 
may wall be questioned. The explanation~ however, is not complicated. 
In the Boston community considerable emphasis is placed upon the longe-
vity of an organization, with almost the thought that length of existence 
is the main criterion of acceptabdlity. In addition to this the Urban 
League had other advantages. Traditionally, it has been interested in 
fair opportunities; not blind allegiance to either the white or the 
colored group. Operations have been based upon research 1 and the dis-
tinction between blind aggression and consistent planning on the basis of 
facts is frequently observable in the trend of development of the agency. 
The Urban League, throughout · the years, has come to be the agency which 
would pro~ide facts~ initiate programs~ and work cooperatively along 
interrac ia.l 1 ines. The importance of this cannot be underest :Un.ated in a 
project of this type. The prestige of being a Community Fund agency1 
with a professional staff, and with a good history 1 was a definite aid 
in the matter of delegation of the leadership role. This would appear to 
account for comrnon acceptance of the leadership role of the Urban League. 
Research as the First Step in the Process 
In the early stages of the project, the Urban League pointed out 
the necessity of constantly referring to informat · onal sources. Practic-
ally, the Urban League also indicated that there could be no real action 
until there was adequate professional personnel, and discussed this in 
the initial meeting in terms of the pass ibility of an additional worker 
coming on the Urban League staff, and asserted that if this were accomp-
lished, the project seemed practical enough to warrant the new person's 
==c-= - ----- - - ·-- IJ _ 
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being assigned to the project as a primary responsibility. Soon after, 
the possibility of a new worker became a reality, as the Community Fund 
approved the necessity on an experimental basis. This addition to the 
League staff made possible the fUlltime assignment of one worker, along 
with additional staff assistance. 
At the original meeting of the various groups, considerable exper-
ience was reported concerning the project. For example, there were some 
statements made which were completely erroneous, such as "no Negroes 
have ~worked for Store X"; "perhaps Negroes have never applied for 
such jobs, or don't have the necessary skills"; or, 11Mr. z. of theY 
Store will go along with us." In general, while having a fair under-
standing of the problem, there existed the real need of the various 
groups to accumulate concrete evidence which would hold water. The 
League, because of day by day operations, had a large mass of mayerial, 
as research is one of its functions and interests. On the other hand, 
however, its purpose caJOO to be one of helping these groups in the pro-
cess of carrying out a specific project. This indicated the need for 
fresh and specific inforn~tion. The groups involved readily accepted 
this need, and assigned the responsibility to the League's personnel. 
The League saw the need for facts as being based upon these 
questions: 
1. To what extent are the retail sales industry representatives 
including Negroes in their employment patterns? 
2. Vihat are the attitudes of management t~~rd present use, and 
fuller use, of Negro workers? 
26 
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3. What comparisons can be made regarding the skills$ working 
habits, absentee rates, etc., of the white worker and the Negro worker 
when the latter has been utilized? 
4. Does the Negro community in Boston provide good potentials for 
1 
new openings, if such are created? 
5. How will trade unions respond to the project1 
6. To what extent is the general community ready to accept 
possible changes in employment policies? 
Question number 5 was readily dismissed as being unnecessary, since 
League contacts with labor union representatives proved them to be very 
responsive to anything which could be done in the interests of Negro 
workers . Question number 6 was viewed as being one of the most difficult 
to evaluate properly. In spite of rather positive comrnunity attitudes in 
regard to better racial and cultural conditions, this point was seen as 
one exceptionally difficult to measure in advance. In general, however, 
most workers in the field of better intercultural relations were inclined 
to agree that Boston's democratic atmosphere was a poaitive advantage, 
and that strong anti- racial feelings were not characteristic of the 
community. 
The Retail Store Survey was set up to be simple in nature, and to 
provide answers to the first three questions. In several cases the ansvrer 
to question number 1 was already knovrn to the League; but here again, 
the survey would reveal new information regarding the other po~ts. 
7 
2 This point is very important, as less ex:perienced groups have 
carried out similar projects which were successful in obtaining definite 
commitments from management, only to find that they would not produce 
workers of the necessary skill, abilities, or potentials to carry through 
the projectl FL====~~===-~~~==========~~-~~~~ 
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~~~e survey forms were discussed with the groups, as well as the choice 
of stores to be surveyed, and some indication of the value of the re-
search. Further, it was decided that the element of timing was import-
ant and t hat the survey should be done quickly and with dispatch. 
Gathering the Facts 
Although the facts regarding the size of the retail store industry 
in Boston were not available, it may be noted that the retail store in-
dustry is a very large one in Boston, servicing not only the Boston area 
but also localities all over New England. 
The problem of the selection of an adequate sample for the survey's 
purpose was solved by the. application of the following criteria: 
1. The stores se~ected would be easily accessible to the public; 
readily familiar to consumers; and offering strong sales appeals to the 
public. 
2. Features of uniformity, such as being characteristic of the 
downtown Boston shopping area, were sought. 
3. A.s employers, the stores selected were to have high, if not 
the highest rates of employment in termB of numbers of workers employed 
in the industry in Boston. 
Ten stores were selected as meeting the above conditions, and were, 
therefore, the su~jects of the survey. The survey was completed in about 
three weeks. !Ln most Bases, employers, or the ir personnel directors, 
were called for appointments. In some few cases 11cold 11 appointments 
were made, directly at the company's office. In all instances, however, 
the material was gathered as a result of face to face interviews with 
some company representative in a relatively high position in terms of 
I 
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SURVEY OF 'lHE EMPU>lDNT PATTEBNS OF 'lEN REPRESENTATIVE STO.RES 
.RE'l.UL SALES PBOJECT - 1944 
STOBE PERSON NUMBER OF TYPES OF LENGTH C6 
CONTACTED RID ROES EMPIDYliENT TIME 
EMPlOYED CF NIDBOES EMPWYI§) 
El.-vator operators. Some 
llanager 50 porters. stock- over 
girls and bus-girls 20 yean 
El«ator operators, Some up t -
B llallager 16 maintenance workers 25 years 
Elevator operators. since 
c llanager 4 stock-girls 1942 
Personnel llaids, cleaners, bus- since 
D Department 25 girls, girl cleaners 1930, 
Head in restuarant approx. 
Elevator operators, 6Bitore 
E Manager 5 porter, pressers the war" 
Elevator operators, since 
F Manager 4 porters, 1 window 1930 or 
trimmer before 
Personnel Elevator operators, 2o 
G Department 14 •iting•l"''om matron. years 
Manager cleaning, kitchen women 
B Manager 1 Stock-clerk 21 years 
Elevator operators, sinCe 
I Jlanager 3 porters 1941 
Personnel Elevator operators, 
J Department 60 cleaners, stock- Sinoe 
Manager girls 1940 
• 'lable continued on f'olloll'ing page. 
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T.ABLE II 
(continued) 
~ 
STORE JOB PEBr'OaaNCE .A.BSE!nEE JOB 
or· D.i:SOES BATE SECtmiTY D4PLOYER ATTITUDES 
compares Negroes to In long interview. 
favorably Very be retained manager appeared 
A 'With that high on basis ot favorable to Negro 
ot whites rate skill workers 
Good- in the Very negative -
"Very Same same job strongly opposed 
B good" as olassitioations to jobs tor Negro• ~ 
llhites as present in hi~her skille 
Satisfactory Strong resent-
"Very Very wotkere to ment to•rd 
c . poor" high retain Negro workers ••• 
present jobs 11experienoed." 
Bather neutral• 
Same as As with interest in 
D 11Good" 'Whites. above Negro workere in 
1enere.lll ~resent niobe 
Uo deti~e ideas, 
Negroes Bather As except repeated 
E called high above references to 
"slowr" rate "slowness" 
Negroes Firm reporte gooC! 
reported Same As relationshipl with 
F "very good as above colored workers tor 
workers" whites many years 
Very low Company reports. 
compared As "we couldn't do 
G "Very with the above without our color-
Good" llhite rate ed workers •" 
Trustworthy, Company would hire 
dependable, Low As Negro 110rkers in 
H very rate above better jobs it in 
good" the colored area 
•flieee three Store hires only 
workers are Lower As West Indians - will 
I best in my than above never hire AJnerican 
. ~· 
17 lears here• whites N:E!roes 
Hight Sore lntereatfKI 
Very good rat-e As 1n present Negro 
J in some above 110rkers in their 
jobs present jobs 
-
policy- making responsibilities. The length of the intervievT time varied, 
but went to as long a period as two hours. In some cases, the inter-
viewees knew of the Urban League and its f'lm.ctions; in other cases, they 
did not, and were given interpretation of the Urban League in the course 
of the conference. ln such cases where the Urban League was unknown, the 
interviewer found that being a 11 Red Feather Service 11 was helpful in gain-
ing entrance and in opening up discussion of the subject. Immediately 
following the interview the interviewer wrote down, from noDes, the 
material which had come out of the conference, including references to 
the important factor of the attitudes of the person interviewed, as well 
as the more objective data. Discussion of itattitudes 11 was the last por-
tion of each interview. The interviewer used the plan of asking such 
questions as "In view of these facts, what do you think about the more 
full use of skilled Negro workers? Do you feel there is a chance for 
colored cleriCI..dl workers or salespeople~ either in the industry as a 
whole, or in your store?" Sometimes several questions~ of similar con-
tent, were asked until the interviewer was satisfied that he had a fair 
interpretation of just how the interviewee felt. This was necessary, in 
certain cases, because the very same person who related a low rate of 
absenteeism on the part of Negro workers in the early part of the confer-
ence, would later say that he felt Neg~~s were not capable of doing more 
skilled work because of certain lacks on the part of the group regarding 
a sense of responsibility. This type of inconsistency between the objec-
tive facts and the feelimgs of the interviewee was finally resolved in 
every case, so that the results can be said to be quite accurate, even 
in the more non- objective area. The interviewer also did not feel that 
31 
he was placing; the interviewee "on the defensive tt, s inca the pattern of 
1944 in this industry was so consistently discriminatory; in other words, 
discriminatory practices were admittedly the reality faotor, and no one 
intervimvee felt the necessity of making explanations for these patterns 
in his own particular firm • 
Summary of the Survey 
'l'he results of the survey may be summarized as follows. In 1944 
the employment patterns of the retail sales industry, as reflected by the 
survey, were discriminatory with regard to the N'agro group. Negroes ware 
f ound to be employed in each of the companies surveyed, and the length of 
time of such employment varied from the period of the war- manpovrer short-
age to a period of up to -b.venty five years. Negroes , in every case, were 
limited to the lower- skilled jobs in the industry pffaring little chance 
for advancement. On the other hand, job security on the bas is of merit 
and personal qualifications was generally reported for the Negro group 
in the particular jobs held by the group. Although there ·was only one 
case of poor job performance reported, several cases of high rates of 
3 
absenteeismwere fottnd. .Jilthough employers were located who were gen-
arally interested in the problems of t he working colored person, none 
were found to express either optimism or strong interest re~ rding the 
possibilities for the Negro's ad:.vanca in the industry in the higher job 
4 
class ifioations. 
3 Quite generally, during this period, the League found that those 
employers late in hiring Negro workers reported more absenteeism among 
I
I them. This is to be accounted for by the poor labor marke~ occasioned by 
war conditions. 
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Use of the Survey by the Urban League 
Upon formulating the results of the survey into summary form~ 
leaders of the interested community groups were called to@ether by the 
League for another pl~~ing meet~g~ according to prior arrangements. 
This meeting, which discussed the survey's significance, became the pre-
lude to the next step dm. the project. Out of the meeti..~g cane the recom-
mendation that top manageme~ of the industry should be called together 
as soon as possible. The group selected for this step was still another, 
The Governor's Committee for Racial and Religious Understanding~ and 
selection was made on the bas is of finding the organization ••rhich would 
command the most attention in terms of its prest ige and standing in the 
5 
c onvnuni ty • That the s election was an ideal one 1vas later shown by the 
cooperation coming from several company presidents and other top officials 
who came to a meeting held on November 22, 1944, at the request of o:P,e of 
the Connnittee members~ an outstanding, influential judge. In calling the 
meeting, the letter which 1vas sent out to the various company heads asked 
attendance at a :meeting for the purpose of obta ining 11 opinion and advice 
concerning: 
A. The upgrading of Negro workers presently employed in service 
occupations t o sales positions, in accordance with usual procedure for 
selecting workers. 
6 
B. Use of Negro workers as salespeople during the Christmas rush." 
5 This conmittee was an unpaid comnittee~ set up following the 
race riots in Detroit and other large .American cities for the primary 
purpose of preventing similar outbursts of racial hostility. 
6 Ini'ra. ~ .Append:ix , PP• 6~64 " · 
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The letter also extended the invHation to bring personnel directors with 
them to the meeting if the company heads wished t o do so. Several of them 
did this. 
Preparing for the Meeting 
Considerable attention was gi van to the careful wording and prepa-
ration of a memorandum to be used at the meeting for providing the bas is 
7 
for discussion by retail sales industry personnel. In addition~ an 
intensified search iVS.S made by the Urban League staff for likely Negro 
candidates~ although this did not represent any departure from normal 
8 
procedure except in the area of urgency. Further, the League knew of 
two individuals who would be present at the meeting because of the League's 
prior relationship with them in assisting them to find suitable personnel 
for service jobs in their stores. These individuals were contacted by 
the Lea gue prior to the meeting for the purpose of acquainting them with 
the fuller issues involved in the meeting, and to enlist whatever support 
they were willing to lend freely to the project. While no definite com-
mitments were mad e, these two people constituted more fully informed 
members of -bhe meeting. Indications seemed to point to the fact that the 
presence of League personnel would contribute nothing to the meeting of 
positive value~ and might constitute a threat to the success of the 
gathering. It was therefore decided that the League would not attend 
the meeting. 
Results of the Meeting 
Five industry heads, in addition to the three members of the 
7 Infra.~ .itppendix 1 PP• 62- 64. 
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Governor's Committee and the ~xecutive Secretary of the Governor's Com-
mittee, were present when the memorandum was presented to the group. In 
the discussion which followed, an impasse in the form of deep silence 
finally developed among the industry heads. The various issues had been 
fully discussed and ideas regarding the problem had been exchanged but 
there seemed to be no mo~ment possible beyond this point. The stale-
mated mee·ting was finally resolved when one company president, who did 
not believe upgrading of employees in his particular store to be possible 
in terms of their particular skills and abilities, asked the question 
about point B., as to where adequate Negro help could be found for these 
new classifications. He was told that the Urban League had already lo-
cated a small group of potentially good people for the classification of 
salespersons. He followed his first question with a second, asking how· 
many such persons the Urban League novr knew of, and was told that there 
were about ten. He thensaid that in view of the fact that no one else 
was interested, he would hire all of this group immediately, and would 
begin to attempt to integrate Negroes in his store in te rms of skill and 
qualifications. It so happened that he was one of the fSWl persons who 
had shown particular interest in the project . 1'he conference then ended 
with one definite commitment to a new policy in the industry, and pro-
ceedings of the meeting were subsequently reported tothe Urban League. 
Selection o:f 1"1'"orkers 
The problem of the selection of workers assumes special signifi-
canoe in Urban League planning. Although it is in the process of elimi-
nating such functions as job- placement, the League does, in certain 
specific cases, engage in ·bhis process. A term which quite adequately 
explains the manner in which the League fnnctions in the area is that of' 
the National Urban League's "Pilot Placement Project", which has been 
going on for a number of years. In many respects, the Negro worker 
going into an employment situation in an industry which has previously 
hired only majority group members, is a "pilot 11 , or a pioneer. 'Rhere 
are many points at which such a worker must meet and face situations 
altogether unknown to the majority person. The whHe worker may be 
worried about such factors as how he will make out on a new job; whether 
or not the job will be satisfying to him; whether he will be able to get 
along well with fell~r- employees and his employer; whether he has suf-
ficient skill and ability, not only to succeed, but to grow and develop 
in the industry. In essence, he, the vrhi"tie worker going into a fresh 
job situation, is frequently insecure, upset, and usually in a state of 
emotional imbalance. The Negro worker, in addi-tion t9 these problems, 
must deal with the factor of traditional discrimination toward people 
who look like himself. He must deal, further, with the fact that he 
represents a person who is 11 0n the spot" in every sense of the term. 
The white employer is wondering about his adjustment possibilities. 
and he himself is wonder~ about them, for he knovrs that if he fails, 
the whole minority group of which he is a member may fail also. This 
"emotional weight", as it may be called, is a strong force with which 
to deal in the initial placement of minority group members in industries 
hitherto closed to them. 
The Urban League has considerable evidence from case histories 
that the minority person is frequently the victim of discrimination in 
employment. It also has evidence of how the factor of discrimination 
I has been used by the minority client to satisfy individual needs which 
are not soc ia.lly constructive, but are rehted simply to the emotional 
requirements of the client. 
An example of this may be cited. A well knmvn concern may justly 
earn the reputation of discriminating against Negro workers. The client 
may cite the "fact" that he applied to this particular concern but did not 
find any employment because he was colored. 'l'he League, working on the 
employer level, makes a contact and refers this client directly to the 
company. to a particular person for possible employment. The client does 
not show up after saying that he will go to the place of employment and 
apply. In this instance the client is uusing" the factor of discrim-
ination as a tool to help him justify his inability to face the work 
situation, with all it demands in terms of emotional maturity and adult-
hood. It is, in many cases, a useful, and seemingly logical defense 
for the minority w~rker. 
In this particular project the proble.ms of personnel were inten-
sified. The League was in the position of locating workers, selecting 
them on the basis of qualifications, and, at the same, offering only the 
possibility of jobs to the individuals selected. If, after interest on 
the part of the person was aroused, there was no job forthcoming, the 
League could well be criticized if inadequate interpretation had been 
given. This may give some impression of the dynamics of selection in-
volved in a special project. If emotional maturity and personal stabi-
lity are requirements for available jobs, then we can see how much more 
the Urban League was asking f or in selecting pioneers for this particular 
project. The persons selected had to be, in the opinion of the worker, 
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ca pable of handling additional personal frustrayion in the event that the 
project did not progress, and openings were not made. 
Reducing the basis of selection to sj~ple terms~ the following 
characteristics were sought. First, the applicant or client had to have 
definite abilities or skills~ or 1 in the case of lack of experience~ good 
potentialities for retail sales work. This included such factors as 
appearance~ pleasant personality~ neatness~ ability to relate >•rell to 
other people, honesty~ adequate ability to verbalize well, and similar 
points. Secondly~ the individual had to possess a certain quality of 
ease vrith which the minority status was 11carriedu. Evaluations were made 
in ter:rm of hovv this person I"Tould react to insults based upon racial 
references, either real or fancied. .As an aid in weighing this second 
factor, experience with majority group members on a pleasant basis was 
seen as being of exceptional help. Thirdly, it became the responsibility 
of the League worker to evaluate properly the degree of maturity of the 
individual~ so that if 1 after creating interest in a new field of work~ 
no openings were made, serious damage would not be done to the persona-
lity ~6f../tl:le individual. .8.n honest explanation of the possibilities of 
failur e wa s found to be of definite help in working with prospects for 
the new openings~ and a frank relationship became necessary and needed 
in this a rea . 
In t he init ial selection of the "pioneers"" the League ' s excep-
tio11_al care reduced the possibility of error in many cases. Connnon 
characteristics appeared as the criteria were applied to the workers 
selected, who numbered at least two hundred hy 1945. Usually, they were 
over twenty f i ve years of age. Most were married and a bout one half 
--===~~-=-==~================================================1~~==-----== 
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had children. Most of the group were activo in community af~::..,..~=in==s=o=me==li======l 
way. The majority had had c·ons iderable work experience and had shown the 
ability to work and manage a household with a satisfactory division of 
time and effort. In all cases there was noted an interest in the problem 
and its solution, as the pe r sons selected believed in the simple idea 
tha.t if Negro workers were given equal opportunity in a new field,they, 
themselves, would convince mana.gernent of the fallacy of discrimination. 
In all, elements of emotional w.aturity were observed , and the ability to 
discuss the problem was clearly in evidence. 'l'his group, in essence, 
knew the problem, were willing to be ready to do something about it on 
a demonstrative basis, and they would not be damaged personally if no-
thing came of tne project. 
Integration of Workers of Minority Bao}tg:round in the Retail Sales Field: 
A Process 
A new and rapid stage in the process of the retail sales project 
came into being as Negro workers in sell~~ positions were introduced 
to Boston's consumers for the first tme during the Christmas season of 
the year 1944. Salesgi~ls, previously selected by the Urban League, and 
subsequen-tly referred to the Personnel Departmen t of the f irst store to 
initiate non- discriminatory hiring, were a t first automatically hired 
fo r the nmv positions, and were spread throughout the store in spots 
where they were needed to fill vacancies . 
Characteristics of the proces s of integration, as carried out by 
management in this first store were these: in the first place , manage-
ment established non- discrimination as company policy through its 
personnel department and the heads of departments and other supervisory 
personnel. The policy1 once enunciated and developed~ would apply to all 
depe.rtments, without regard to any specialized or spot placement, as 
management has sometimes done when minority workers were first :lntro-
duoed in new work situations. Colored girls were placed in the front of 
the store, in the back of the store, on various floors, in one- girl 
departments 1 e.nd with other girls • . This feature of interspersion helped 
tremendously to establish clearly the intentions of management in this 
store to both custoiT~rs and fellow- workers. It also had a secondary 
implication~ in that the basis of placement was always in terms of store 
needs and worker qualifications. This approach of fairness to all groups~ 
both majority and minority, in terms of need and ability, is a positive 
f'actor in establishiP,.g good employee morale. Here again thequest ion of 
proper balance is most important to the success of such a project. 
Paternalism, or favoritism tmvard Negro workers in the early stages 
of their introduction~ would be just as detrimental to fair employment 
pol ioies as would discrimination. In such a case~ nmv hostilities, in 
the for.m of fear of job security and a capricious management policy, 
could easily be aroused in white workers. The introduction of Negro 
workers has to be carried out without raising threats of job displace-
ment to white workers. This first store shmved special sensitivity to 
these problems in dealing with them. 
Role of the League in Early Integration 
The Urban League was used to a large extent by management in the 
early stages of integration1 not only by referring workers selected by 
the League, but as a constant consultant to management and personnel 
workers. Usually the content of the conferences included the presenta-
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tion of,: simple problems by the store~ with suggestions and interpretation 
being given by the League personnel. Strong feelings of mutuality grmv 
out of repeated conferences, in person and by telephone, between these 
two groups. 
It may be well to take an example of the dynamics of the project, 
as illustrated by the foll~ring: 
••••• Negroes were working in the store as salesclerks and clerical 
. workers, but were not working on the elevators which were rn.a.rmed by 
white girls. ~~nagemert advised the girls that they were putting 
colored workers on the elevators the follo;,ring morning and that t1V"o 
had been accepted to operate empty cars. At closing time that eve-
ning, the elevator operators advised personnel that they would vralk 
off their jobs in the morning if colored girls came to work with 
them. ~J~gement backed down and did not integrate the Negro 
workers at this t iioo. 
Later, the firm conferred with the Urban League, which suggested 
that a mistalce had been made by the company's personnel department 
in not pursuing store policy. At the second attempt, management gave 
the white girls reassurance that their job security was not in danger 
as long as their individual performance was up to par. They further 
stated that they would not back down or be intimidated in carrying 
out policy. They used logic and persuasion in a group meeting and 
in individual meetings. It was through these conferences that the 
personnel department allayed and destroyed fears and misconceptions 
which had figured in the previously t~mrted attempt at integration, 
concerning the use of common toilet and cafeteria facilities. These 
elevators are now inter- racially operated, and no difficulties have 
s inca been discovered. 9 
It was felt that this incident, the only one of its kind to be reported, 
could have been avoided had management consulted the Urban League in ad-
vance as to the methods of effeat ing a change in policy. as it had in 
many previous sit~ations involving Negro workers. 
Of greater significance, hmvever, was the matter of the individual 
adjustment of the minority worker. In this latter regard, the League 
9 Francis E. Davis, The Boston Drama., Urban League Brochure, 
May, 1950, PP• 7- 8. 
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dealt with factors which had to do with the newness of the situation. In 
other words, the League stood ready to help personnel workers in their 
development in a new area of responsibility; namely, hiring and working 
with employees ·without discrimination. Although this may now seem to be 
a simple and unimportant responsibility, the League has ample evidence 
of the misconceptions and the preconceived attitudes which many majority 
group members have toward the minority group member. As an instance of 
this naivete, we may refer to the fact that white people frequently assume 
that every colored person in a ce1~ain locality knows personally every 
other colored person; or t o the fact that most white people have diffi-
culty in distinguishing one colored person from another- or at least, 
more difficulty than they would have in identifying varying white people. 
The League saw its role as being one of providing continuing help 
by way of interpretation of some of what may be considered the most basic 
points in race relations. The simple assumption was that the white com-
munity and the Negro community are isolated islands within the whole 
community, and that the process of linking them together requires thought, 
understanding, and the ability to progress. The League 1 s role was de-
fined as being an enabling one in this area, and one which would help 
white and colored people alike to grmv in maturity. Yet this role was 
one which had a time limit p:Uced upon its functioning. The assumption 
was that as soon as personnel officers became used to dealing with 
racially differing people on an individual basis, there would no longer 
be the need of either Urban League selection, referral, or intensive 
interpretation. 
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Summary of the Process of ~arly Integration 
The very existence of Negro workers, carefully selected for voca-
tional adequacy, paved the way for a rather remarkable advance in the 
process of the integration of Negro workers in ihe retail sales field in 
Boston. This may be accounted for in a number of ways, but the most sig-
nificant would seem to be: 
a. the high degree of job skill and performance on the part of 
the workers initially selected as pioneers. 
b. the high level of interest shown by management and personnel 
departments in the experiment. 
c. the considerable amount of positive interest shown by custo-
mers in repprting favorable comments to management. 
d. the over- all interest of fellow- workers in a store policy 
of non- discrimination. 
e. the cooperation of trade un.ions in the field. 
f. the demands for manpower which continued to be a strong need 
of management. 
g. the improved atmosphere of the area with regard to better race 
relations. 
h. (later) fair employment practices legislation, outlawing 
employment discr:bnination. 
The operation of the above factors produced such rapid changes 
in the field that even som of the original planners were amazed at the 
results. The process developed from no stores employing Negro sales 
or clerical workers in the fall of 1944, to one store employing thirty 
such workers early in 1945, to approximately five stores employing a 
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total of over tlvo hundred such workers in 1946, and to sore twelve stores, 
including the original ten surveyed, employing many more such workers in 
the year 1950. In addition, there were a number of other stores which 
more gradually followed the trend of the industry. Actually, there are 
other factors of more significance than numbers in the area of fair em-
ployment policies. 
The number of Neg;roes. employed by a given concern is viewed by the 
League as being insignificant when compared to the fypes of jobs assigned 
to Negroes , the levels placed upon upgrading and advancement, and the 
overall pattern of employment policies. '.i:'he company which plays fair 
with employees will report varying numbers of Negroes working in various 
positions, for their policies reflect movement, in and out of the company., 
and horizontally and vertically within the firm. The progress shown by 
the process of integration inthe stores by the year 1950 reflects the 
quality of the development. Long before the inception of legal restraints 
upon employment discrimination, the pattern was established as being one 
of placing the best qualified worker in the best position in many of the 
leading retail stores in Boston. ~i.s a matter of faot, it was interest~ 
t hat one of the few employers to testify in favor of outlawing discrim-
inat i on before a legislative committee of the Commonwealth., >vas the 
company president who had been the fir st to inaugurate the new policy 
in his fir.m. In his remarks, he stated that he felt that the f ears of 
employers would not be justified if they played fair in hiring and up-
grading, and he recommended such a pol i cy for best results in terms of 
enlightened business practices • He was, at the same time., in favor of 
a law which would require the abolition of dis crimination in employment, 
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and was one of the most effective proponents of the legislation. 
Developments in the Process to the Present Date 
In the spring of 1950, the original stores were re- surveyed by 
the writer. In many cases the original contact was interviewed. The 
emphasis of the second survey took on new aspects. In the first place, 
the requirements of the Fair Bmployment Practices Commission made the 
keeping of statistical accounts of the n~er of Negro or white personnel 
illegal except for statistical purposes . For this reason, the League 
did not feel it wise to ask questions about the number of Negroes em-
ployed in certain cat~gories of employment. Secondly, accurate ans<trers 
in question-areas which might incriminate members of the industry were 
too much to expect. Thirdly, the success of the project had progressed 
to the stage where no employer could be expected to oppose integration, 
and subjectiveness in his statements could be expected in the defense of 
his particular store, if his store happened to need "defending. " 
The above analysis led the investigator into a search for such 
facts as, some of the new jobs currently being held by Negroes, examples 
of e.ny difficulties encountered in relationship to the process of inte-
gration, examples of how management thought the process could best be 
10 The Act, under Chapter 368 of the General Laws, was approved 
May 23, 1946, and set up a Commission, to be known as the Fair Employment 
Practices Commission . The powers of the Comnission were recently broad-
ened, in 1950. The Commission, in the employment field, conciliates and 
adjudicates cases where an aggrieved individual presents bona fide evi-
dence of discriminatory practices by an employer, a labor union, an em-
ployment agency, or even on the part of fellow workers. To date no cases 
have been tested in the courts in any of the several states having such 
lwrs, but several cases have been successfully conciliated in such a 
manner as to eliminate .discrimination. The Commission also has broad 
educational powers, and ooniiders its role largely an educationa l one. 
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carried out, and examples of the job performance and total job adjustment 
of Negro workers in the industry, as v-vell as their opportunities for 
maintaining their present positions in the event of acute cut- backs or 
industry recessions. 
Although no direct questions were asked about the extent of numer-
ical integration, answers were obtained in almost every case. The re-
survey revealed that exceptional gains had been made in the job- classi-
fications of salesgirl, salesnnn, buyer, assistant buyer, credit-office 
worker, personnel worker, sales trainee, executive sales trainee, adver-
tising personnel; and in addition, gains had been made in all job class-
ifications in the industry, including those of the service occupations. 
From the qualitative standpoint, several new positions were found, 
such as an executive secretary of a management council, a personnel worker 
doin~ a specialized and new job of setting up a n~1 system of great im-
portance to the store's operations, an executive sales trainee in a 
programwhich places practically no ceiling on the individual's ability 
to advance, and a person carrying high responsibilities in a key depart-
ment in one store. On the trainin~ level, also, there was indicated a 
strong departure from 1944. Colored girls are n~v being assigned for 
training programs in the sales field from local high schools, when in 
1944 most vocational guidance personnel discouraged such vocational 
interests on the part of Negro girls on the grounds that they would not 
be hired because of their color. 
Other striking contrasts appeared. Uo representative of the in-
dustry indicated either high rates of absenteeism or poor quality of job 
performance. No reference was made to any difference, with regard to 
46 
47 
found to be placed upon skill and ability as basic requirements. No 
stores reported any opposition on the part of any group, either custo-
mer, fellow- employee, union or personnel; with many stores reporting 
favorable comments coming from all sources . 
Interesting contrasts were made when the section of the ori~inal 
survey ce.lled "Employer Attitudes" was compared to the statements of the 
industry heads in 1950. The latter statements universally reflected the 
fact that few employers in 1950 wanted to feel that they formerly dis-
criminated against minority workers. As a matter of fac·b 1 several falla-
ciously laid claims to havin~ been the "first ' to help the colored people. 11 
Most employers ~ave indication that they wanted to feel that they always 
had been in complete and active a~reement with fair play in employment 
relations. 
InterprethJ.g the Project 
The field of social work ~enerally is in need of more stress upon 
interpretation so as to narr~N dawn the misconceptions and lack of under-
standin~ of the public. In recent years, professional workers have become 
conscious of the ·tremendous needs in this area. 
Essentially1 the very nature of a cormnunity problem is predicated 
upon a lack of knowledge or understanding of needs 1 problema 1 resources 1 
techniques and methods. When interest appears in the problem of a "sore-
spot'• situation, it has been preceded by early exploration of the nature 
of the problem. A.s interested ~roups begin activity in such an area 1 the 
need for interpreta·bion mounts, and becomes the additional responsibility 
of the professional worker. 
~ Throughout the project, the author was continuously impressed by 
I the extent of the need for information on the part of the groups which 
participated in the process. Frequently e:x:pla.na"\:;ions were made on ve'!'y 
simple levels and in terms of very basic material. The content of the 
intarp'!'etive process varied according to group needs. The groups. in this 
11 
case. fell into three categories. 
Each phase of the project appeared to require a sommrhat different 
focus. In the research aspect. the need for facts, the useful.' ness of 
information and the problem of unifying method w·ith reality factors came 
to be the main need around which interpretation was necessary. The process 
of evaluating the information required emphasis being placed upon hem-, and 
in what manner the facts could be best used. Finally, in the planning 
stage, interpretation regarding the manner and methods to be used in the 
actual process of integration became the primary need. 
In illustrating some of the situations which arose,several varied 
examples may be taken. Several members of the community groups felt quite 
certain that aLmost any Negro job-seeker would be able to work satisfact-
orily as a salesperson if there were no discrbninatory banriers in his 
way. Urban League personnel pointed out, in the group meeting at which 
this point came up, that such was not the case, and that proper selection 
in terms of abilities, skills and potentialities of the applicant for a 
new job situation assumed exceptional importance to the success of the 
entire project . 
11 See Table III, supra. 
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GROUP 
Community 
good-will 
groups: 
community 
relations, 
and church 
committees 
Top nanage-
ment and 
personnel 
officials; 
trade union 
personnel 
The 
Negro 
Community 
in Greater 
Boston 
TABLE III 
GROUP lliTERPRETIVE NEEDS 
RETAIL SALES PROJECT 
FOCUS 
Aims to imppove 
c onnnuni ty re-
lations and to 
improve con-
ditions of 
minority 
groups 
Sound 
business 
policies 
leading; 
to profits 
Interest 
in more 
equal rights, 
economic, in 
this case 
CENTRAL 
INTERPRETIVE 
NEED 
Practical facts, to aid 
objectives. Knavledge 
of labor needs; job 
requirements; extent of 
Negro skillsJ community 
resources which apply 
to program objectives 
Information concerning; 
availablity and skills 
of Negro workers;faots 
about non-discrilnatory 
examples in industry; 
human relations facts 
Information concerning; 
resources; need for 
training; and education; 
job requirements; best 
use of skills; new 
possibilities of non-
discriminatory work 
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One employer raised the question as to whether or not separate 
toilet facilities should be provided in the event that Negro workers were 
integrated in his s·tore. Here it was necessary to point out the fact ·that 
such discrimL1atory policies would create a tremendous amount of hostility 
on the part of Negro workers and set up unfounded distinctions upon the 
part of the white workers . The responsibility for the selerlion of whole-
some persm~el, of whatever group, 1¥as placed upon the shoulders of man-
agement as its own spacial interest. 
One trade union official was found to be of the opinion that the 
presence of Negro workers in the store would hamper the union's organ-
ization drive L~ the store, on the grounds that Negro workers had been, 
and would continua to be anti-union in sympa'hhy. The role of the Negro 
in the movement of organized labor was interpreted to this official as 
being a role largely determined by the negative attitude of both labor 
and management. It was necessary to point out that many trade unions bad 
been guilty of the same kind of discrimination as management, and had 
thought of the Negro worker as a hostile, unpredictable enemy, without 
ever considering the possibilityyof enlisting the Negro as a friend having 
connnon interests and a conunon goal. 
From still another vievrpoint, the Negro cormnunity frequently ex-
pressed a pessimistic attitude toward new oppo~bunities in the employ-
ment field and a lack of understanding of the skills, abilities and kind 
of requirememts necessary to make a satisfactory work adjustment in a 
job area traditionally closed to minority group members. It appeared im-
portant to interpret the whole range of possible openings, and the needs 
for skill as a basic requirement for employment. This portion of the total 
process of interpretation >vas perhaps the most difficult because of the 
historical pattern of discrimination toward minori-l;ies in American culture 
On the basis of experience, frequently of a very personal type, Negroes 
had many reasons to be suspicious, resentful and pessimistic about theo-
retical changes in the usual procedure. Through personal contacts, .by 
means of press releases and speaking engagements before Negro groups, Urbam 
League personnel attempted to relate the incidence of new and changing 
factors in the status of the colored person as a worker. For example, 
once the project was under way and Negroes were working in several stores, 
there could no longer be any doubt that certain companies intended to hire 
Negro workers and white workers on the basis of ability and qualificat-
i ons. Personal observation in one of the stores was enough to convince the 
most skeptical of the intentions of management. The presence of colored 
workers in new positidms gave living evidence of striking innovations in 
the traditional pattern. 
Another facet of the problem of interpretation concerns the methods 
by which the Urban League assisted in the flow of information from group 
to group in the project. The media used consisted of telephone conver. 
sat ions, personal interviews, formal :memoranda communicated to the groups 
involved, summaries and bulletins issued at points where specific infor-
mation seemed indicated, press releases and radio programs designed to 
tell the story of the problems, progress and dynamics of a changing idea 
in human relations. 
"The Boston Drama't, an additional attempt at interpretation, was 
BOSTON UNIVERSITY 
SCHOOL OF SOCIAL WORI< 
LIBRARY 
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prepared and published in the spring of 1950. The working plan for the 
piece consisted of the aim of presenting a brief b~ cogent picture of the 
project. The cover, a large aerial photograph of Boston Common. the Public 
Gardens and the skyline over some of the stores involved, was used for its 
• 
ability to attract interest and attention. 1'he to·t:;al setup was planned to 
keep printing costs at a minimum without destrpying reader inberest. 
Simplicity, frequently difficult to a ttain, became the objective. 
Particular care was given to the audiences which the Urban League 
wished to reach. As an example of the thinking behind this point, the 
National Publicity Council for Health and Welfare Services S.tatea: 
The most effective bulletins of all are those that know· exactly 
what they intend to accomplish. The formula for incisiveness is 
qmite easy, though its application requires tough and consistent 
thinking. It consists of a careful definition of the group or 
groups you want your bulletin to reach, and above all, of a pre-
cise understanding of the reaction you hope to.produce. 13 
The audiences i;o which this b rochure was addressed were seen as: 
1. Potential new employers of qualified Ne gro workers, in the 
£8.~ field or in other field . 
2. Present employers, most of whom had received numerous re-
quests f or information concerning their experiences in this field from 
othe r employers both locally and nationally- in other words • as a 
public relations service through cooperative employers. 
3. Board and committee members of the Urban League. 
12 Sea Appendix, "The Boston Drama 11 
13 Helen Cody Baker and W1a.ry Swain Routzahn. How to Interpret 
Social Welfare, p. 83. 
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4. The general public, includ:ing personnel of other soc ia.l 
agencies, for the purpose of acqua inting them with recent progress of 
import to their field. 
As to a. 11precise understanding of the reaction you hope to pro-
duce", the League vra.s interested in describing the changes accomplished 
in the field of increased economic opportunities for Negroes. From the 
League's daily contacts it was well known that few average people, and 
indeed, few Negroes themselves, had a conception of how fundamentally 
changed the picture had becor~ by 1950. The League wanted employers to 
know that fair employment policies were being carried out with success 
and that the process pbesented vary few difficulties . 
1\.s soon as the first proofs were returned from the printer they 
were taken to a well known feature writer, and a. person particularly 
interested in social work interpretation. Miss Laura. Haddock , of the 
Christian Science Monitor, wrote a feature story about t he project which 
was printed several days before the release of the b~chure . The ar-
ticle appeared on the second page and liberally quoted from11 The Boston 
14 
Drama" . On May 15, 1950, Honorable Leverett Sa.ltonstall, Senator from 
N~ssachusetts, during a congressional debate on the proposed federal 
Fair Employment Practices Act, asked for and received unanimous consent 
to have the Monitor article printed in the Appendix of the Congressional 
15 
Record of that day. 
The insertion of the material of the project in the Congressional 
14 Christian Science Monitor, May 10, 1950, P• 2. 
15 Congressional Record 6f) the 8lst Congress, Second Session, 
May 15, 1950, J~.ppendix, PP• A.3829- A3830. 
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Record had the effect of widening the audience considerably. To date, 
several trade journals 1 such as Women ' s Yfear Daily, for example, have 
included a~ticles on the naterial. Various large national publications 
have shown interest by requesting copies of the brochure • to be used as 
examples of new trends . 
.~.·his brings us to the point of why this particular project should 
be interesting to a number of groups. The League is of the op inion that 
the retail sales field is one of exceptionally close contac-t; between the 
sales person and the customer. Stores have long been aware oft his fact, 
and have for this reason sought personnel of a very high type Cor such 
16 
posit ions. In one of the most difficul-t; job situations from the stand-
point of the Negro gaining admission to higher classifications, the Negro 
shovred skill anl ability at making an easy and sound adjustment. Employ-
ers, fellov'f workers, and customers also found great simplicity in the 
adjustment. 
In many other areas of its operations the Urban League experiences 
substantial difficulty in interpreting the various facets of the problem 
to the diverse audiences . In this project, hrn~ever, unusual difficulties 
were not noted. 
16 One store in partucular for many years has made a practise of 
recruiting sales people from t he graduating classes of local universities 
and still obta ins personnel from such sources. 
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CHAITER V 
SUMMARY .AND CONCLUSIONS 
This thesis undertook an analysis of a proj~ct carried out by the 
Industrial Relations Department of the Urban League of Greater Boston ani 
designed to integrate Negroes in the retail sales industry. 
Certain questions were posed as to the method and direction of this 
undertaking in view of the fact tha. t it does not fall within the organized 
fra.mew·ork of reference of formal social work practise . 
Prior to introducing the data , the writer outlined the history and 
philosophy of the Urban League. The 11\Triter attempted to present some of thE 
scope of the League's operations and t o show some of the changes in its 
emphasis. An attempt >vas a lso made to outline the philosophical orientatior 
of the agency as being especially in·terested in the development of demo-
cratic social work procedure as a solution to the problem of discriminatior. 
in .America. 
A brief resume of the objectives of the Industrial Relations Depart• 
ment was given i n order to bring out this a spect of the Urban League's 
approach and objectives . Certain changes in the approach were also in-
dioated . 
The thesis tried to explore the application of social work tech-
niques and method~ in terms of a specific project. In certain aspects of 
the process the details are not easily observably as contributions to the 
field of social work , or ev~n as definite characteristics of the process 
by which the situation of a community problem is finally resolved. 
The approach of the situation, as it developed from its inception 
through to its present status rray be characterized by Wayne McMillen, as he 
states: 
The professional component of the community organization pro-
cess in social work is thus twofold. The social worker is con-
cerned (1) to stimulate people to use their p~lers for the co-
perative improvement of group life and (2) to assist in the 
development of the process of supplying the technical services 
required. 1 
Frequently used methods involved in the project were those of (1) 
research, (2) planning, (3) evaluation, and (4) interpretation. Additional! 
there were techniques applied which could only have to do with a rather 
specialized problem in community organization, such as in the case of race 
relations. Among these, we may include the special problem of the selection 
of workers which required the use of case work and vocational guidance 
skills, the unique necessity for interpretation of a basic nature on the 
various levels of the project and the demands for the development of close 
relationships with store rranagers and personnel directors. 
The usefulness of specific information related to the Negro group 
was clearly e~dent in the course of the study's development. To fully 
understand the role of the Negro group, it is necessary to be av~re of 
components of what is called the "Negro Problem" and soma of the many 
dynamic factors within its scope. This point would seem to increase the 
responsibilities of leadership on the part of a social worker engaging in 
such a project and at the same time increase the necessity for interpret-
ation to groups and between groups in a commttnity situation. 
It would appear that the project involved the total co~nunity, and 
1 Wayne McMillen, Community Organization~ Social Welfare, 1945, p.2 
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not simply the Negro community. At the present time there is considerable 
evidence of groups in the community wh~ch are alive to the possibilities 
of using the Negro's job status as a springboard for political action "for 
the Negrou. Although fev< aware people recognize this as a sincere object-
ive, such use of the Negro is p:r-oductive of a type of Negro nationalism 
totally unrelated to the kind of a community in which we live. The high 
degree of enthusiasm produced among the employer group, all of whom were 
white , would appear to indicate that constructive, satisfying attitudes 
arose in this group as well as among Negroes who found new opportunities 
in the economic scene. 
The value of the study may be limited in spite of definite gains 
which have been created. It does not necessarily follow that success in 
a project in the retail sales field would also be forthcoming if the 
identical techniques were applied to a different industrial field at a 
different time. 
In the procedure, however, disciplined by social work knowledge and 
assisted by social work skills, the project would appear to be an adequate 
example of how and by what means tl~ process of integration of Negro workers 
in closed industries nay be programmed. Lasting success, as far as the 
specific project is concerned, may not be evident or established, but 
success in terms of the orderly development of a community organization 
approach to a situation differing from usual social welfare problems, 
would see to be in evidence. 
Approved 
{2Ld(.~~-· 
Richard K. Conant 
Dean 
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APPENDIX 
Schedule 
Date 
------
1. Person and company contacted. 
2. Address. 
s. Time and place of meeting. 
4. Number of Negroes employed. 
5. rypes of emplo,ment. 
s. Length of time Negroes employed. 
1. Job perto:nnance. 
8 • Absenteeism. 
9 • Job security. 
10. Employer attitudes: 
(a) lhat do you feel constitutes the Negro's problEIII. in employment1 
(b) 'ftbat are the chances for Negro upgrading in your industr;yt 
(c) libat upgrading opportunities are there in your company! 
(d) What 110uld prevent Negroes from (a) selling~ (b) doing 
clerical work! 
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MEMORANDUM ON THE DIPWYMENT OF NEGBOES 
AS SALESPEBSONS IN IEP ARrMENT STOBES 
Novem.ber 8 • 1944 
This :manorandum has been prepared by the Cambridge Ccamunity Relations 
CCIDIJdttee. the Boston COmmunity Relatione Ca:nmittee• and the Urban League 
ot Greater Boston• Inc. These groups have been thinking frankly and ser-
iously about the problEin ot employment as it effects Negroes in the Boston 
area. 
I. 
Findings ot e. recent survey on anploptent in do1mto1m department stores • 
.A. recent survey ot Emplo~ent has been made• covering ten stores in the 
do1mtown area. Results may be summarized as follows: 
1. All stores employ Negroes and have tor sCID.e time. Several have employed 
Negro personnel tor maD¥ years. 
2. The job peri'om.ance and absentee rate. with but few exceptions. have 
been consistent with that of the non-Negro group. 
3. Relations between white and non .. white workers 'W8re reported harmonious, 
and presented no unusual pzoblEms tor personnel dq>artments. 
4. No negative customer reactions to the use of Negro labor in existing 
job olassii'ioations was discovered by the survey. 
5. Werle being done by N egroee consists of' the following classifications: 
porters, maids, dishwashers, bus .. boys, bus- girls, waitresses, stock-
persons, _and elevator operators. 
6. A 88Jilple of' enployer attitudes as given by personnel representatives 
and; in some cases. by managers, incJ.ude the following: 
"We couldn1 t do w11:hout than. I have no complaints." 
". •••. company started hiring Negm help because it seaned better 
than any help available in the labor market today." 
"Very good workers, trustworthy and dependable.n 
"I find no fault llith then. They are good workers." 
"These three employees are the be at workers l' ve ever had in my 17 
years of' department store experience. They are loyal.n 
"Our several colored Elllployees are a credit to the store." 
' 
- ---------- --
II. 
The Need for This Plan Now 
It has been reported by downtoe Boston : s retail stores that pre-
Chris'bna s sales are up from fifteEn to twenty per cent over those of 1943 • 
:Lbis would indicate new problEms for managem.edi as regards the personnel 
needs created by at rong buying at a time wh€11 available labor is scarce • 
.iiurther utilization of Negro labor at this time would ease the pressure 
of finding adequate personnel. 
III. 
Precedents 
It mliy be noted that Lord and Taylor of New Yolk: City has initiated 
a p:rogrBlll of upgrading Negro workers to positions as salespersons. 
IV. 
Community Attitudes and Pattenm 
Community attitudes relative to seeing Negroes in their present job 
classifications are favorable. This attitude may or may not be favorable 
when Negroes are eec:n behind the counters as salespersons. ~his we do not 
know because it has not been tried on a large scale here. However, we feel 
that the pattern in our Boston community life as a whole would be conducive 
to favorable attitudes, perhaps more t ban any other large ci'ty in 'the 
na-tion. 
Kay i't be noted hem tha't 'the relations betwec:n white and Negro 
employees has proven to be no problEm whsli ever. .l!iXperience of our federal, 
state and local agencies ani departmw'ts has 81ovm. that both groups can 
work toge-ther harmoniously and efficiently. 
tecomnendations 
Based upon the above thinki~ and facts, the follo'Yfir€ methods are 
suggested as possible procedures for 'the integration of Negro 110l'iters into 
sales positions for department stores. 
A. The upgradi~ of Negro workers presentq employed in 
service occupations to sales positions, in accordance 
with usual procedure for selec-ting workers. 
lhployees show~ ability and adaptation -in one job classifi(llfl tion 
coulA be considered for other store positions which have higher prestige 
value to the individual. Thus, employees with ability may feel that 1f 
they perfom their jobs well, any phase of the store's operations is opEn 
I
I . 
I 
to than. It is belieVed that such a policy on the part of management 
1 
would be significant in the matter of re.isi~ personnel standards and 
L_~yee interest. The acills auiabilities of same of the workers already 
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anployed are knom to management and this knowledge .would help in the 
selection of workers. lt is believed that the group ot ~egroes presEiltly 
employed represents a reservotf' of lshor which could be more fully uti-
lized to the adve.ntap of both groups • 
B. Use or Ne&ro workens as salespeople du~ the Christmas 
rush. 
New workers will lae needed, especially for the Christmas rush 
period, as indicated by current help wanted advertisanents in the Boston 
newspapers. Xhe Urban League of Greater boston is in a position to help 
recruit competent workers to fill this need. Use of Negro help duri~ 
this period ViOuld enable management to meet em.plo;ymmt needs and a1 so 
discover first• hand information relating to the use of sudl labor. It 
is hoped that through such a trial experience, managEI!lent would f'ini Em-
ployees capable of holdiq; down permanent sales positions and "WOuld Employ 
the:m. 
· The ·two methods suggested above are not mutually exclusive. One 
or the other or both could be attempted. 
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